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ABSTRACT 
The main objective of this study was to investigate the role of leadership styles on 
organizational performance within retail stores in Kenya. The Specific Objectives for 
this study was to determine how transformational leadership style affects 
organizational performance at Uchumi Retailers; to establish how transactional 
leadership style affects organizational performance at Uchumi Retailers. To find out 
how laissez-faire leadership style affects organizational performance at Uchumi 
Retailers. To examine the extent to which autocratic leadership style affects 
organizational performance at Uchumi Retailers. Theoretical Literature Review 
involved Social Learning Theory of Leadership, Contingency Theories of Leadership 
and The Path-Goal Theory. Research used descriptive research design as it is the 
suitable for the study content and subject focus. The target population was 101 
employees of the retail company. A stratified random sampling technique was 
adopted to ensure all categories are equitably represented in the sample. It used a 
questionnaire as a form the area of study distributed to respective target sample of 
respondents. Piloting is done to test the validity and reliability of the instruments. 
Data collection is basically gathering information relevant to the research. The 
researcher distributed the questionnaire to the Uchumi Retailers staff. The data 
collected was analysed using simple qualitative and quantitative methods and was 
presented using tables, figures and charts. Authoritative leadership is common at 
Uchumi Supermarkets to some extent. From the findings, the respondents indicated 
minimal close contact with their supervisors as compared to transformational 
leadership where staff would be closely in contact with their Supervisors. Laissez 
Faire leadership at Uchumi Supermarket is significantly in limited levels.  From the 
findings, transformational leadership is limited at Uchumi Supermarket implying 
stagnation and stalled processes in terms of service delivery. Further, the study 
findings indicate idealized influence, inspirational motivation and intellectual 
simulation and individual consideration are limited at Uchumi Supermarkets. Uchumi 
Supermarket is required to adapt to a democratic model in supervisorial levels. There 
is needed equitable gender balance in supervisor level positions appointed. 
Transformation is a necessity in development and growth of institutions and imposes 
a strong organizational culture in an institution. Uchumi Supermarket being in the 
service industry, reputation and mode of leadership will determine the competitive 
advantage the institution will have over others. This study recommends Uchumi 
Supermarket to pay more attention to improving Supervisorial management and their 
leadership skills. This study further recommends clear monitoring and evaluation 
mechanisms to be in place to cater for efficiency and effectiveness of laid leadership 
style in application 
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DEFINATION OF OPERATIVE TERMINOLOGIES 
Autocratic Leadership It is a commanding and directive in nature of 
leadership style where there is a central decision 
making point with others expected to follow the orders. 
Laissez-faire Leadership It is the leadership style where no flow of supervision 
is involved thus each party is free to deliver or not to 
(where applicable). 
Organizational Performance It is the ability of institutions to achieving their set 
goals and objectives within a given period of time and 
in most situations the performance can be measurable. 
Transactional Leadership It is a leadership style that is goal oriented that all 
parties involved have specific goals and objectives to 
meet and is connected to ensuring the same is attained 
with no mutual growth. 
Transformational Leadership It is the type of leadership with inclusivity in the 
decision making that provides mutual growth in all 
inclusive parties. 
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CHAPTER ONE 
INTRODUCTION OF THE STUDY 
1.0 Introduction 
This chapter consists of six sections, which are, the background of the study, 
statement of the problem, objectives of the study, research questions, and significance 
of the study and the scope of study. 
1.1 Background of the Study 
Globally, leadership styles are business dependent with realizing their effectiveness 
and performance of the industry. Some would require transformational, transactional 
or autocratic or directive and the laissez-faire leadership style. Transformational 
leadership is often described as a style of leadership that allows a leader to provide 
change and align the change in and accordance to the desired goals. Transformational 
leadership influences the performance and esteem of the workers in an organization. 
They further posits that the leader practicing the transformational leadership has the 
unique ability to notice change, set effective goals and provide the guidance towards 
the management of the transition. Transformational leaders are proactive in nature. 
Transformational leaders in most cases will maximize the composition team or 
individual beyond the expectation. 
The magnitude and importance of leadership in different retail outlets has long been 
overlooked and unobserved from long term duration. However now its importance has 
been found out and has emerged as a burning hassle all around the international. 
Powerful management complements the productiveness of employees in all the 
sectors of the financial system in a rustic. Management abilities including technical 
abilities, conceptual abilities, interpersonal skills, emotional intelligence and social 
intelligence have an impact on growing the productivity of employees (Lewis & 
Gilman, 2013). Consistent with Graen (2013) leadership affects productivity in the 
following strategies; it improves worker morale, it‘s a supply of motivation, forms 
foundation for cooperation, divides paintings as in line with capability, gives vital 
steerage and creates powerful verbal exchange. Management may be very important 
to the survival and effectiveness of organization‘s usual overall performance. As 
enterprises expand and expectancies approximately their performances growth, 
demand for particular management has a bent to multiply. From every indication, 
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there appears to be a sturdy hyperlink amongst leadership fashion and performance of 
employees in a company (Eze, 2011). 
Numerous theories have been proposed by using researchers to give an explanation 
for leadership and productivity in different retail outlets. This study will cognizance 
on route aim theory and transformational leadership idea. Zaccaro (2016) offered 
course purpose idea of management that is one of the contingency theories of 
management. The idea proposed to explain the manner leaders encourage and aid 
their fans in achieving the desires they were set through making the course that they 
must take clear and clean. The principle is of the thought that a leader needs to 
persuade follower‘s notion of work dreams, self-improvement desires and paths to 
aim attainment. Burns (1978) developed transformational management principle. The 
main premise of the transformational management theory is the leader‘s capacity to 
encourage the follower to accomplish greater than what the follower planned to 
accomplish (Krishnan, 2010). Studies have shown that transformational leadership 
influences employee dedication to organizational exchange and organizational 
situations (Lam, 2012). 
KCB is an employer of choice with over 7,500 employees in Kenya, Uganda, 
Tanzania, Rwanda, Burundi and South Sudan. The bank has been in existence for 
120years. The economic uncertainty makes workers to become more anxious about 
their safety. Encouraged employees are more effective, happier, and live with the 
corporation longer. One of the number one tasks a manager faces is to discover what 
motivates their employees. Through understanding worker wishes, leaders at KCB 
bank Kenya Ltd apprehend what rewards to use to inspire them to enable them attain 
their imaginative and prescient. 
Consistent with Obiwuru, (2011), these days, many groups within the Kenyan retail 
industry, have recorded instances of immoral and unethical retail practices, 
gratifications, excessive labour turnover, inability to satisfy simple required 
responsibilities, and constant economic misery syndrome, which has led to many 
supermarkets being merged and bought. Retail business in Kenya is among the 
performing sector. With a close to 70% contribution to the economy as inflow by the 
informal and small and medium enterprises that have generated employment and job 
opportunities in the country, they have a considerable high growth of client retention. 
3 
 
Like other supermarkets leading in the retail business in Kenya, Uchumi Retailers in 
Kenya is among the oldest retail chain stores known to most households. With a 
majority shareholding in the Government of Kenya and in public ordinary 
shareholding, the supermarket has occasioned diminishing performance. Having been 
revived a number of times from bankruptcy and poor management, the supermarket’s 
going concern is average as compared to other chain stores. However, the chain store 
is an empirical corporate governance and enterprise case for other in the business 
sector. The supermarket has trailing competitive advantage with the assumption of the 
inventory is subsidized as compared to competitors in the industry. This will be as a 
result of lack of effective leadership. The top purpose of many corporations is to 
acquire its said goals, as a result the want to efficaciously coordinate and motivate the 
workers by way of an effective leader. Lamentably a few companies do no longer take 
consciousness of the management fashion adopted by way of their managers. It is on 
this premise that this research work got down to observe management style and 
organizational overall performance in Uchumi retailers, Kenya. The goal of this 
research is to look at perceive the style or sorts of leadership followed with the aid of 
the managers, and study its effect on workers’ performance, which continuously 
translated to organizational overall performance. 
1.1.1 Profile of the Organization  
Uchumi Supermarkets P.C (Uchumi Supermarkets private listed organization) is a 
Kenya-based business enterprise engaged in the retail supermarkets operation. It 
distributes bakery, wines, meat, fish, vegetables, as well as kitchen appliances and 
ornament, among others. On 17th December 1976, Uchumi shareholders-commercial 
commercial & improvement company (ICDC), Kenya Wine agencies confined 
(KWAL) and Kenya countrywide trading agency (KNTC) - all government owned 
parastatals entered right into a management settlement with Stand SPA of Italy. Stand, 
a main supermarket institution with a presence in Europe and considerable retail revel 
in become given the assignment to control and train Kenyan personnel who could 
finally take over the walking of the organisation. In the 2013's Uchumi spearheaded 
the hypermarket concept in Kenya. 
In early 2000s Uchumi commenced to experience economic and operational problems 
occasioned via a sub-foremost enlargement method coupled with susceptible inner 
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manipulate systems. As an end result, on thirty first might also 2008, the Board of 
directors resolved that the organisation ceases operations and on second June 2008, 
the Debenture Holders located the organization under receivership. Simultaneously, 
the Capital Markets Authority (CMA) suspended the company’s listing on the Nairobi 
Securities alternate (NSE). Following a framework agreement between the 
government of Kenya, suppliers and debenture holders, the agency is revived and 
commenced operations from 15th July, 2008 underneath specialized Receiver 
manager (SRM) and interim control. 
The control and group of workers have given that laboured tirelessly to redeem the 
company. From a bad backside line in 2008, the organisation has stated income inside 
the ultimate economic years. The lending banks in flip lifted the organization’s 
receivership in 2010 and the organisation became efficaciously re-listed inside the 
Nairobi Securities trade on 31st may 2011 – precisely five years to the date that it was 
suspended. The agency is indebted in gratitude to the authorities, lending banks, our 
providers, clients and shareholders for their aid and dedication to saving one in every 
of Kenya’s oldest most powerful manufacturers. 
1.2 Statement of the problem 
Various studies which includes: Namutebi (2005) and Kamugisha (2008) coupled 
with research findings, pointed at quite a few authoritative management dispositions 
and therefore this turned into a breeding ground for terrible innovation, reduced 
commitment, terrible team chemistry which extremely affected organization 
performance as became indeed determined through the observe findings. This advised 
that; the incapability to satisfy performance targets due to the shortage of strategic 
interventions of particular management styles to specific conditions become expected 
as the hassle handy. May be it become because of poor techniques in management and 
actually the history of the maximum retail chain keep in Kenya which was 
administrative in nature, this become constantly affecting worker performance and the 
deliverance of best services to the network had hugely been affected, subsequently 
warranting the take a look at 
Competitions from the online supply stores have too led to reduced performance of 
physical supermarkets stores. This has created a competitive advantage to online 
stores depending on technology as the supermarkets depend on the physical presence 
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or visitation by the customers. This wave has endured through public and private 
owned enterprises mainly supermarkets.  Uchumi embarked on an ambitious 
expansion programmes that strained their financials and management could not 
sustain. The management of the retailer was weak and did not practise team work in 
helping increase productivity. Uchumi Retailers’ productivity has reduced 
significantly and has closed many branches and lost lots of employees. Change of 
leadership too has contributed to poor performance with each individual appointed 
seeking to impose new strategies that are not compatible with emerging trends in 
household shopping (Koech & Namusonge, 2012).  Therefore this research will seek 
to determine the role of leadership styles on organizational performance within retail 
stores in Kenya. 
1.3   Objectives of the Study 
1.3.1 General Objective 
The main objective of this study was to investigate the role of leadership styles on 
organizational performance within retail stores in Kenya. 
1.3.2 Specific Objectives 
i. To determine how transformational leadership style affects organizational 
performance at Uchumi Retailers 
i. To establish how transactional leadership style affects organizational 
performance at Uchumi Retailers 
ii. To find out how laissez-faire leadership  style affects organizational 
performance at Uchumi Retailers 
iii. To examine the extent to which autocratic leadership style affects 
organizational performance at Uchumi Retailers 
1.4 Research Questions 
i. How does transformational leadership style affect organizational performance 
at Uchumi retailers? 
ii. To what extent does transactional leadership style affect organizational 
performance at Uchumi retailers  
iii. What are the effects of laissez-faire style of leadership on the performance of 
Uchumi retailers 
iv. How does autocratic leadership style affect the performance of Uchumi 
retailers’ employees’? 
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1.5 Justification of the Study 
The study will seek to provide insights into the appropriate leadership study for the 
retail and corporate institutions in Kenya. The study will greatly contribute to the 
management of the publicly listed companies in Kenya. Additionally, the findings 
will benefit the Government of Kenya (GOK) in the comprehension of the ills that 
have minimized the going concern of major Government owned enterprises that are 
for profit making.  
 
In understanding the policy application and structuring, the study findings were 
significant to the policy makers in Kenya and the interested investors in the retail 
stores in Kenya. Subsequently, the study will greatly benefit the shareholders of 
Uchumi retailers in Kenya and provide prove of the inclusive ills in the organization. 
 
Scholars of management and leadership will greatly find the study outcomes 
beneficial in theoretical contribution and empirical findings for both further studies or 
adoption or critique. The study will also suggest identifiable areas for further studies 
and research endeavours in the suggested areas. 
 
1.6 Scope of the Study 
The study will seek to determine the role of leadership styles on organizational 
performance within retail stores in Kenya. It was limited to Uchumi Retailers Head 
office located in Nairobi KNTC Complex, 1st floor, Yarrow Road, Off Nanyuki Road 
(Industrial Area). The target population of this study will be101employees. The study 
will focus on all levels from the top management to the subordinate staff and will take 
a period of five months from November 2017 to March 2018. 
1.7 Chapter Summary 
This chapter covered the background of the study on the general understanding of 
leadership styles on organizational performance within retail stores. The chapter also 
covered the statement of the problem, objectives of the study, research questions, and 
significance of the study and scope of the study. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0: Introduction 
Literature review discusses published information in a particular area. It also provides 
the study conceptualization of the independent, depend and moderating variables. 
This chapter outlines the theoretical and empirical review, summarizes the research 
gaps, the conceptual framework and the operationalization of variables. 
2.1 Theoretical Literature Review 
2.1.1 Social Learning Theory of Leadership 
The social learning hypothesis of management states that humans can study through 
declaration and direct experience (Bandura, 1977). It assumes that behaviour is a 
feature of consequences and the perceptions that human beings have at the outcomes 
(Luthans, 1997). The effect of models is valuable to the social analyzing idea. 
Bandura (1977) posits that most of the behaviour that human beings display is 
determined, each deliberately and inadvertently via the affect of models. He in 
addition states that a very good instance is plenty better than a result of unguided 
actions. 
Thru looking at others, one paperwork and concept of methods new behaviours are 
carried out, and on later events this information serves as a guide for movement 
(Bandura, 1977). The social studying idea encompasses motivation, emotion, 
cognitions and social rein forcers. In step with Harrison (2011), social gaining 
knowledge of idea ties to transformational leadership behaviours within the shape of 
motivation (idealized have an effect on), statement (individualized consideration, 
mentoring and education), and modelling (inspirational motivation and modelling 
appropriate behaviours). 
2.1.2 Contingency Theories of Leadership 
Contingency theories of management and specially the Fiedler contingency version of 
management effectiveness endorse that powerful organization basic performance is 
dependent on the leader’s style and the state of affairs (Fiedler, 1997). Students accept 
as true with Fielder’s view as they renowned the fact that transformational leaders do 
not feature in a vacuum and conditions like adverse environmental situations, 
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exceptional organizational systems, and organizational way of existence can also 
additionally effect the effectiveness of a transformational chief Pettigrew, (1987); 
Pawar and Eastman, (1997); Yulk, (1999). Fiedler‟s (1997) proposition for 
favorableness of a situation turn out to be defined in 3 dimensions: the chief-member 
dating (the diploma of take delivery of as real with, appreciate and popularity 
followers have on their chief), the diploma of task shape (degree to which process 
assignments are spelled out) and the chief’s role. 
Situations are said to be favorable to a pacesetter if leader-member relationships are 
correct, project structure is excessive and the place electricity is powerful (Luthans, 
1992, Robbins, 2000).Based totally on research findings, Fieldler concluded that the 
favorableness of a situation mixed with the leadership fashion are able to determine 
the effectiveness of a pacesetter. The implication of that is that for leaders to be 
effective, they have to behave in every other manner indifferent situations. The 
relationship-orientated leader in step with Fiedler is high-quality described by the 
leader-member exchange concept. 
2.1.3 The Path-Goal Theory 
Route-purpose concept turned into evolved through Robert house in 1971 and 
changed into later revised in 2012. Institutions rely upon the going subject for his or 
her survival as a consequence sustainability is a difficulty with how management 
changes. The path-aim idea explains in depth how management changes may 
additionally effect an organization and performance. This idea explains that followers 
ought to take subject of previous deliverables that have been taken before them and 
surely deliver increase or add fee.  
This concept is the selection of this study specifically on the alternate of control and 
involvement of latest leaders in handing over to the organizational needs. Appointed 
managers and leaders go through a change technique in making sure the needs of 
agencies, employees and level of output increases (Shani, Chandler, Coget & Lau 
(2009). Champoux (2011) notes that carrier industries establishments are patron 
primarily based consequently, leaders in understand the desires and software tiers of 
all parties inside the sector to instil successful opposition and overall performance 
levels within the industry. 
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2.2 Empirical Literature Review 
2.2.1 Transformational Leadership and Organizational Performance 
Facts provided concerning the effect of transformational management surely indicates 
that this approach has wonderful implications for fans. Collectively the transformation 
of employees wants to have direct implications for organizational ordinary 
performance (Hoxha, 2015). Trmal, Bustamam, and Mohamed (2015) substantiate 
this statement via noting that transformational manage is powerful because it drives 
modifications in individual behaviour which ends in the success of organizational 
goals. As an end result transformational management style has the ability to have a 
massive impact on the overall performance of the retail enterprise, developing the 
helps needed to make sure that favored consequences for operations stop end result. 
At the manner to understand the location that transformational management plays in 
the development of organizational typical performance, numerous students have taken 
into consideration how this control precept affects unique elements of employee and 
organizational behaviour to form results. As an instance, Choudhary, Akhtar, and 
Zaheer (2013) show the impact of transformational management style on 
organizational studying, demonstrating that this method may be used to decorate the 
ability of the corporation to trade and innovate. This can activate growth and growth 
indicating a fulfilment organizational performance (Choudhary et al., 2013). 
Transformational management becomes additionally discovered with the aid of way 
of way of De Jong and Bruch (2013) to have a right away impact on organizational 
weather. De Jong and Bruch argue that through transformational management the 
weather of the enterprise company can be strengthened growing an environment in 
which personnel are prompted and energized. This permits the success of 
organizational dreams and for this reason increased usual performance (De Jong & 
Bruch, 2013).  
Giroux and McLarney (2014) provide an improved assessment of the impact of 
transformational management on climate noting that this outcome has systemic 
implications for employees, clients, and shareholders. Advocated employees running 
in a supportive weather offer extra effective customer support, bolstering 
organizational overall performance and predominant to economic earnings for 
shareholders (Giroux & McLarney, 2014). 
10 
 
Transformational chief’s behaviour originates inside the personal values and beliefs of 
the leader and motivates subordinates to do greater than count on (Bass, 2013). Burns 
(1978) recognized transformational manipulate as a method wherein, “one or extra 
people interact with others on this form of manner that leaders and fanatics beautify 
each different to higher stages of motivation and morality”. For transformational 
manage style, the follower feels endure in thoughts, admiration, loyalty and 
understand closer to the leader, and is advocated to do extra than what became first 
off expected to do (Bass, 2013; Katz & Kahn, 1978). 
The transformational leader motivates by using manner of the use of making follower 
extra aware about the importance of mission outcomes, inducing them to move 
beyond their very own self-interest for the sake of the corporation or employer and 
activating their higher order needs. He encourages fans to suppose substantially and 
are searching out new techniques to approach their jobs, resulting in intellectual 
stimulation (Bass et al., 2014). As a stop end result, there may be an increase in their 
degree of universal overall performance, delight, and commitment to the goals of their 
enterprise. Bass (2013), proposed 4 behaviours or components of transformational 
leadership to encompass aura, inspirational motivation, highbrow stimulation, and 
character interest. Air of thriller, or idealized impact or attributes, is characterized 
with the aid of vision and a revel in of challenge, instilling satisfaction in and a 
number of the organization and gaining recognize and maintain in mind (Humphreys 
& Einstein, 2011). Charismatic behaviour additionally induces lovers to move past 
self-interest for the good of the institution, offering reassurance that barriers have 
been triumph over, and selling self notion in the achievement and execution have an 
effect on (Conger and Kanungo, 2010; Howell and Frost, 1989) and enthusiasts region 
an inordinate amount of self belief and consider in charismatic leaders (Howell and 
Avolio, 1992). 
Inspirational motivation is mostly a companion of air of thriller and is worried with a 
leader placing better requirements, for that reason becoming a sign of reference. Bass 
(2013), factors out lovers appearance as lots as their inspirational leader as one 
offering emotional attraction to increase consciousness and knowledge of collectively 
right dreams. This is characterized via the verbal exchange of excessive expectancies, 
the usage of symbols to reputation efforts, and expressing important motive in smooth 
strategies. The leader constantly behaves spearmen with any luck about the future, 
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articulating a compelling imaginative and prescient for the destiny and imparting an 
thrilling picture of organizational trade (Bass and Avolio, 2014). The motivation takes 
place by means of imparting meaning and task to the enthusiasts‟ art work; man or 
woman and team spirit are aroused and. Enthusiasm and optimism is displayed. The 
leader encourages enthusiasts to have a take a look at attractive destiny states, for the 
organization and themselves (Bass et al, 1997). 
Intellectual stimulation offers fanatics with hard new thoughts and encourages them to 
break a ways from the antique methods of wondering (Bass, 2013). The chief is 
characterized as one promoting intelligence, rationality, logical questioning, and 
careful problem solving. The attributes embody searching out differing perspectives 
even as fixing troubles, suggesting new methods of analyzing how to complete 
assignments and encouraging re-contemplating thoughts which have no longer been 
questioned within the past (Bass and Avolio, 2014). The leader encourages the lovers 
to be revolutionary and revolutionary with the resource of wondering assumptions, 
reframing problems, and drawing near antique conditions in new techniques. Finally, 
the fourth measurement of transformational manage is “person attention” that's 
concerned with growing lovers via education and mentoring (Bass, 2013; Bass & 
Avolio, 2013). The leader will pay near hobby to the inter-person versions a number 
of the enthusiasts and act as mentor to the follower. He teaches and lets in others 
boom their strengths, and listens attentively to others‟ concerns (Bass and Avolio, 
2014). Fans are dealt with in my view so that you can boost their stages of maturity 
and to enhance powerful tactics of addressing their desires and worrying conditions 
(Bass, 2013). 
Transformational management initiated with James MacGregor Burns in 1978 and it 
is labelled via positive, trustful and excellent leaders who are emotionally inspired 
teamwork and set help innovations. Constant with Dvir, Kass, & Shamir (2004) 
transformational manipulate consists of the idea of collectively useful dreams, 
motivation, emotional connection, imaginative and prescient and common values. 
Transformational management permits corporations gain their contemporary 
objectives greater proficiently with the aid of linking way basic performance to valued 
rewards and by using the use of ensuring personnel have the resources needed to get 
the mission finished. Transformational leaders create a strategic imaginative and 
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prescient, speak that imaginative and prescient through enclosing and use of 
photograph, version the vision by means of using the use of “walking the speak” and 
appearing continuously, and construct dedication inside the course of the imaginative 
and prescient (Avolio, Bass, & Jung, 1999)(McShane & Von Glinow). 
Based mostly on earlier empirical research and Meta analyses the transformational 
manipulate has a first-rate impact on character standard overall performance and 
organizational consequences (Howell & hall-Merenda, 1999). Most in recent times, 
many empirical research have stated that transformational management has a high 
excellent impact on follower ordinary general overall performance and business 
enterprise consequences (Bass, Avolio, Jung, & Berson, 2011) 
In step with Bass and Rigio (2008), transformational control is made from four vital 
components: aura, concept, highbrow stimulation and character hobby. It includes 
attaining take delivery of as actual with, appreciate and self guarantee of others and 
it's miles crucial within the transformational procedure because it develops a link 
among leaders and subordinates and the shared assignment. 
Leaders supply the subordinates the possibility to perform their artwork one after the 
other. The later use their joy, creativity and innovation to benefit their responsibilities. 
Leaders inspire with the resource of interactive the values of the organisation with 
facility and self belief in a notable manner. As Walumbwa, et al. (2005) kingdom that 
leaders use a situational technique to training one-of-a-type management styles and 
styles consistent with the adulthood of the subordinates. Therefore, the adulthood 
diploma of the subordinate determines the management style for use (Paul, Blanchard, 
& Johnson Dewey, 2001). 
Organizational results are dependent on the manner the oldsters in fee of delivery set 
up the activities and operationalize delivery. Elenkow (2011) observed in his research 
on transformational control that groups finished well with transformational leaders. 
The study centered 253 executives in the major Russian organizations using a 
Multifactor management Questionnaire. The outcomes confirmed that the style had an 
impact on employee productiveness. Research performed protecting a hundred and 
seventy companies in Singapore moreover gave a correlation of the two. Locating 
indicated similarly that human useful aid departments hired improvement strategies 
that would foster delivery and average performance at art work. The have a take a 
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look at encouraged that long time management this is transformational consequences 
in immoderate profitability stages and modern organizational output. 
In each specific have examine on the correlation of transformational control and 
organizational fashionable performance, Kieu (2010) they relate virtually inside the 
IT employer. The research used a Multifactor control Questionnaire (5X) which 
indicates that transformational management is taken into consideration a more 
predictor for a fulfillment performance in a business enterprise with the useful 
resource of promoting dedication and scary the personnel to artwork toward a given 
challenge. 
2.2.2 Transactional Leadership and Organizational Performance 
Transactional management entails a change system that outcomes in follower 
compliance with leader request however no longer possibly to generate enthusiasm 
and resolution to challenge purpose. The chief makes a specialty of having internal 
actors perform the responsibilities required for the business enterprise to achieve its 
favored goals (Boehnke et al, 2011). The objective of the transactional chief is to 
make certain that the direction to purpose attainment is without a doubt understood by 
means of way of the internal actors, to remove capability barrier in the system, and to 
inspire the actors to acquire the predetermined desires (residence and Aditya, 1997). 
Transactional leaders show every tremendous and corrective behaviours. Nice 
behaviour includes contingent reward, and corrective size imbibes management by the 
use of way of exception. Contingent reward involves the rationalization of the 
paintings required to benefit rewards and the use of incentives and contingent reward 
to exert have an impact on. It considers follower expectancies and gives popularity 
whilst dreams are finished. The explanation of dreams and objectives and providing 
of recognition once goals are completed want to result in people and groups’ mission 
anticipated ranges of normal overall performance (Bass, 2013). Active management  
with the aid of exception refers back to the chief setting the requirements for 
compliance as well as for what constitutes useless ordinary universal overall 
performance, and can embody punishing employee for non-compliance with the ones 
necessities. This style of manage implies near monitoring for deviances, errors, and 
errors after which taking corrective motion as fast as feasible once they arise. 
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Transactional leadership gives pointers on how the paintings are accomplished and 
specializes in the consequences. This kind of leader is impressed by way of order and 
expects the subordinates to be compliant and ready to paintings as told.  Hurdeuzen 
2015 researched on the effect of leadership behaviour on organizational performance 
and determined out that management behaviors were very important factors for the 
boom of a enterprise in the carrier area. 
This management is pretty beneficial in productiveness as it meets deadlines and 
works in a based manner. While a transactional chief offers an undertaking to be 
achieved, they count on well timed crowning glory whether or not the assets are 
available or no longer. Failure to complete the challenge, the employee is subjected to 
displinary action and if effectively completed, they are rewarded. Transactional 
leaders not often suppose out of doors the container. They're conformed to the 
organizational structure and exceedingly resist exchange. They want things to remain 
as they are. These leaders do no longer encourage creativity as they believe new and 
plenty of thoughts break the stipulated procedures. Employees are endorsed to 
observe the already current policies and are not allowed do carry in new opinions. 
Transactional leaders are extra of micro managers. They will comply with the 
technique grade by grade as the employees’ paintings and they're worried in 
operations of all departments. They agree with that every unmarried selection in that 
group have to come from them. They hardly ever encourage teamwork as they assume 
it could act as a distraction to individual performance. They are therefore very quick 
to be aware an worker’s achievement or failure. In 2013 Kerario did a survey at the 
effect of Transactional leadership in Mumias Sugar agency in Kenya. 
 His aim turned into to find out whether the type of leadership has any impact on 
performance of the personnel. He used questionnaires as a style of records collection 
and identified some employees as his respondents. The findings of the research 
confirmed that Transactional leadership had an effect on employee 
satisfaction.(Wangari,2013) The employees of Mumias Sugar organization preferred 
to be more involved in choice making and that they desired exchange in the company 
structure. They said that the structure was very rigid and it did now not recognize their 
efforts. With transactional leadership style, this was okay and the control believed that 
whether they are cozy or no longer, they wished productiveness from the personnel.  
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Transactional leadership style is satisfactory effective with brief time period desires. 
The personnel are self-motivated and are short to gain a brief-term objective. They do 
no longer veer off the set shape and quick accomplish the mission. Also based totally 
at the reality that there is a praise device, employees are properly inspired to 
accomplish their tasks. 
The Transactional leadership emphasizes on the need recognition of the followers and 
it clarifies the methods in terms of the way those needs are to be fulfilled with a mere 
objective of improving organizational overall performance for reaching favored 
objectives. It's far constituted of contingent reward and management through-
exception(Bass & Avolio, 2000).This fashion of leadership is produced from 
behaviour of an alternate in among the leader and follower, where rewards are 
continually linked with the effort and output produced by way of the subordinate 
(Burns, 1978). (Bass, 2013) has referred to sorts of behaviours of transactional 
leadership patterns; contingent reward and management by way of exception. 
Contingent behaviour is associated with nice feedback by way of the supervisor. This 
type of behaviour is related to criticism and negative remarks by the leader challenge 
to unsatisfactory overall performance by the subordinate. The risk of punishment 
makes a transactional behavior which differentiates this from "arbitrary and punitive 
behaviour" (Kohli, 2013).Transactional leaders make their subordinates happy 
through profitable them with the quality viable manner of figuring out their dreams 
(Wegner, 2004). Transactional chief is concerned with stable surroundings and with 
much less competition (Tichy & Devanna, 1986). 
 In step with (Zaleznik, 1977) transactional leaders are folks who set goals for their 
followers; allocate responsibilities and get the paintings executed; finally reward the 
ones followers who carry out higher and punish individuals who do now not carry out. 
In the organizational behaviour studies, they have got broadly used the form of 
Transactional leadership fashion as powerful style which could inspire the followers 
to improving their proposal to acquire the goals of the enterprise. (Burns, 1978) as a 
pioneer to observe on Transactional leadership talked about those transactional 
leaders are motivating their fans via attractive them to their self-hobbies. The theories 
of Transactional leadership are based totally at the concept that leader-follower 
relationships are based on some of exchanges or implicit bargain between them. 
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Transactional leadership is characterized by means of behaviours and attitudes that 
emphasize the satisfactory of exchanges among superiors and subordinates. In 
keeping with (Bass & Stogdill, 2013) the achievement of responsibilities and goals 
are the obligations of the leaders who are the principle actors to motivate the fans in 
figuring out the goals and developing confidence to satisfy the favored high overall 
performance stages. 
The relationship among management and organizational performance has received 
good sized scholarly interest. Maximum of the research on the relationship between 
transformational / Transactional leadership and organizational overall performance 
have yielded both huge as well as insignificant effects. In line with (Bass, 2013), 
transactional, transformational, and laissez-faire management fashion plays a crucial 
position in control. Additionally, this study additionally reports a high correlation 
between organizational overall performance and Transactional leadership the usage of 
Multifactor management Questionnaire (MLQ). 
In step with (McGrath & MacMillan, 2000), the powerful management patterns make 
contributions in the direction of higher overall performance in the times when new 
demanding situations are faced; this belief of the effective dating among transactional 
leadership and organizational performance is likewise supported by (Gumusluoglu & 
Ilsev, 2009; Mahdinezhad, Suandi, bin Silong, & Omar, 2013; Zhu, chew, & 
Spangler, 2005). A sturdy dating is obvious in most research approximately the 
connection between overall performance of the corporation and its managerial 
management. Leadership is vital in any respect tiers in an organisation.  
But, the managerial level embraces high importance. In many companies, evidently 
management is one of the best techniques in influencing employees to drive high-
quality out of them. (Rickards & Moger, 2008) stated that leaders of the company 
have the capability to educate as well as aid their employees even as hard them with 
innovative and revolutionary paintings on the equal time. Leaders for this reason, with 
their words, moves and behaviour encourage the employees to position more effort to 
sell achievement of set goal and desires. On the contrary, different research report a 
negative relationship among Transactional leadership and organizational performance 
(Geyer & Steyrer, 2010; Lowe, Kroeck, & Sivasubramaniam, 2012; MacKenzie, 
Podsakoff, & rich, 2001; Parry & Proctor-Thomson, 2011). 
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Therefore the connection between transactional leadership and organizational 
performance still stands difficult and the results obtrusive a mixed relationship 
between the two. The prevailing observation in mild of chief member alternate 
(LMX) concept (Graen, 2013) investigating the postulated relationship among 
transactional leadership and organizational overall performance within the retail 
outlets of Pakistan. 
2.2.3 Laissez-faire Leadership and Organizational Performance 
Laissez-faire management, moreover known as declarative management, is a sort of 
management style in which leaders are hands-off and permit commercial enterprise 
employer individuals to make the choices. Researchers have observed that this is 
usually the leadership style that outcomes inside the backside productivity amongst 
organisation people. The laissez-faire management is the intense loose precept which 
incorporates non-interference coverage that lets in complete freedom to all of the 
employees and has no particular manner of attaining dreams (Cummings, 2010). This 
style of leadership is human beings cantered and the leaders leave the employer to 
make its private choice without taking factor or possibly putting a reduce-off date for 
the choice. 
In this style leader hopes that the organization will make the proper desire the precept 
advantage of this style  is that it we should the institution individuals to bond and can 
result in a success alternatives if organization members take ownership and duty of 
the undertaking. But, the principle downside is that personnel will regularly 
understand the leader as detached to the corporation and they might make the 
incorrect choice without even understanding it. Even as you recollect that there can be 
without a doubt no control or steering in this style of control incorrect alternatives can 
impose devastating outcomes on organizations (Stafford, 2010). Laissez-faire 
moreover may be considered as an adverse management behavior due to the fact 
inside the absence of the chief's manipulate a few humans can dominate organization 
picks and bully special people within the enterprise. 
Laissez-faire management may be effective in situations wherein employer people are 
pretty professional, stimulated and capable of walking on their personal. Even as the 
traditional time period for this style is 'laissez-faire' and implies a completely arms-off 
technique, many leaders although stay open and to be had to company participants for 
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consultation and feedback. Laissez-faire management is not best in conditions 
wherein enterprise individuals lack the information or enjoy them want to finish 
obligations and make alternatives (Egri, 2011). A few people are not accurate at 
setting their private time limits, dealing with their personal tasks and solving issues on 
their private. In such situations, projects can burst off-song and deadlines can be 
disregarded whilst institution individuals do now not get enough steerage or feedback 
from leaders. 
Laissez-Faire is that style of management wherein the authority and strength is given 
to employees to determine the desires; the supervisor offers very little path to 
employees. From time to time taken into consideration as no management or negative 
leadership, honestly said, with laissez-faire management there’s no interface between 
the leaders and fans. Such leaders keep away from responsibilities, do now not cope 
with the desires of the followers, do not offer remarks, and postpone selection-
making. Laissez-faire management can be the pleasant or the worst of leadership 
patterns (Goodnight, 2011). Laissez-faire leaders generally permit their subordinate 
the strength to make selections about their paintings (Chaudhry & Javed, 2012). This 
shape of leadership can also arise while managers do no longer have sufficient 
manage over their workforce (Ololube, 2013). 
Robbins (2009) explained the laissez-truthful fashion as “Abdicates responsibilities 
keep away from making selections”. Comparable Luthans (2015), described laissez- 
honest style as “Abdicates obligations keep away from making decisions”. Laissez- 
sincere is uninvolved within the work of the unit. It’s tough to guard this management 
style until the leaders’ subordinates are professional and properly-caused experts, 
such as Scientists. “Leaders allow organization people make all desire. “Behavioural 
fashion of leaders who commonly 5 the organization complete freedom, offer crucial 
materials, participate handiest to reply questions, and averted giving remarks”. The 
idea of laissez modified into additionally given through Osborn as “Abdicates 
obligations and keeping off decisions”. 
Among all the Authors defines the Laissez – honest leadership with their very own 
words consistent with their given definitions the idea of this type of management is 
equal. Authors defines that during this fashion the Leaders normally don’t want their 
interference in choice making system. They typically allowed to their subordinates 
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that they have got electricity to get their personal decisions about the paintings. 
They're free to do paintings in their very own way and they are also responsible for 
their desire. Normally Leaders avoids to creating selection and don’t contain in 
running devices due to the fact the leaders gives to subordinates to absolutely freedom 
to do choices. Occasionally the leaders provide them to essential fabric and that they 
simply contain the solution &query however retaining off feedback. 
Laissez-faire is also referred to as declarative. Right here the leaders do now not 
provide their opinions and allow the crew to make their personal selections. With 
laissez-faire form of management, pastime descriptions and authority systems in the 
corporation do no longer depend. Whoever has the scenario makes their very own 
choice without thinking about their organizational energy. (Bell, 2013) This kind of 
leadership does not assist interactions as no hints are offered. In the end, no bond is 
created amongst employees and the management as decision making power is vested 
on all and sundry. 
Chintaman, (2014) pointed out that Leaders on this form of leadership fine provide 
the specified resources and depart the execution to the employees. Laissez-faire 
leadership requires recruitment of employees who're sound selection makers and are 
experts of their fields of labor. This type of group will find this kind of leadership at 
ease as they've a sense of freedom to make preference and feature less supervision. 
This will inspire greater creativity and innovation that when they'll be closely 
monitored. 
Normally, this leadership fashion works on trust and religion. The managers consider 
that the employees will make proper choices and do their work with very minimal 
supervision. Even though without supervision employees generally tend to do 
handiest what is predicted of them and in no way move an extra mile. They lack 
creativity and perform responsibilities best is the stipulated strategies. This fashion 
often consequences in formation of subgroups inside the agency like within 
departments growing opposition and warfare. In step with Goodnight, (2011) at some 
stage in conflict, the leaders hardly ever offer their opinion and permit the personnel 
find a answer interior them which might in all likelihood take very lengthy because of 
prolonged arguments and misunderstandings. Laissez-faire leadership has low duty 
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and initiatives take long to complete. The general publics aren't able to meeting time 
limits unless supervised. This leads to slow procedures and delayed time limits. 
Managers training this fashion ought to aspect out to the employees that regardless of 
permitting them to make their very personal choices, they may be open for 
consultations and steering. The managers must inspire the people to always take their 
final paintings for evaluation even supposing it’s based totally on their personal 
college of concept. Even though the managers practice a wait-and- see technique of 
management it is also vital to provide their comments so as now not to compromise 
on the nice of manufacturing inside the organisation (Koopman, 2011). 
2.2.4 Autocratic Leadership and Organizational Performance 
Autocratic leadership style which emerges as later named as classical management is 
the acute strict precept wherein the leader maintains a draw close-servant relationship 
with individuals of the group. The autocratic chief is project cantered and his/her 
reputation is to get a pleasing project finished speedy. Autocratic leader makes all of 
the alternatives and assigns obligations to contributors of the employer. In 
organizational surroundings those leaders are commonly powerful CEOs who keep 
more than one titles (chairman, CEO, president), collect excessive repayment, and 
frequently manage huge shareholdings to dominate companies (Muller, 2009). Those 
leaders are usually blessed with a charismatic and self-confident individual. 
Autocratic leaders use their function to pursue competitive and visionary desires and 
their energy thru organisation way of lifestyles, press and media to praise their non-
public initial fulfillment (men, 2013). 
The principle benefit of autocratic management fashion is that it receives subjects 
carried out quickly. Moreover it guarantees that the chief gets listened to and we 
should organization individuals recognize while their behavior is unacceptable. But 
autocratic leadership fashion has many dangers and it's far considered as a 
unfavourable management conduct (Sorenson, 2010). Essentially any commercial 
enterprise company this is based totally at the capacity of a unmarried individual is 
residing dangerously. As suggested thru numerous scholars the critical reason of 
organizational decline is a top authorities who has too much strength and some of the 
primary dangers of autocratic leaderships are that it does no longer permit crew 
members to anticipate for themselves and this limits innovation and worker 
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participation. Moreover, this leadership style can distance group contributors from the 
chief that could motive low diploma of system pride and agree with inside the 
business enterprise corporation. 
The autocratic management style is likewise known as the participative fashion 
because it encourages employees to be part of the choice making (Gastil, 2012). The 
autocratic manager continues his or her employees knowledgeable approximately the 
whole thing that influences their work and stocks choice making and trouble fixing 
responsibilities. This style requires the chief to be a train that has the very last say, but 
gathers data from workforce members earlier than you decide. Autocratic control can 
produce immoderate high-quality and high quantity art work for prolonged intervals 
of time. Many employees much like the get hold of as real with they obtain and reply 
with cooperation, organisation spirit, and excessive morale. Usually the autocratic 
chief develops plans to assist employees compare their very own overall performance, 
permits personnel to establish goals, encourages employees to increase at the venture 
and be promoted, recognizes and encourages achievement. Similar to the one-of-a-
kind patterns, the autocratic fashion is not commonly suitable. It is most a success at 
the same time as used with extraordinarily professional or professional personnel or 
while imposing operational changes or resolving character or employer problems 
(Leban, 2014). 
The autocratic management fashion is most effective even as the chief desires to 
preserve personnel knowledgeable approximately subjects that have an impact on 
them, the chief goals personnel to percent in selection-making and problem-solving 
responsibilities, and when the chief wants to offer opportunities for employees to 
increase a immoderate revel in of private boom and system delight. It is also powerful 
on the same time as there may be a large or complicated problem that requires 
hundreds of input to treatment, modifications should be made or issues solved that 
have an effect on personnel or businesses of employee and whilst one desires to 
encourage business enterprise constructing and participation (Aronson, 2011). 
Autocratic leadership want to not be used whilst there's no enough time to get every 
body’s enters; it's far less difficult and greater price-powerful for the supervisor to 
make the selection, the supervisor feels threatened through using this type of 
management and whilst employee protection is a vital problem. 
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In line with Shamir& Howell (2013) Autocratic leadership is a dominating leadership. 
It’s extra of a commanding leadership than delegation and the personnel do what they 
may be informed without thinking. An autocratic chief units their expectancies and 
the employees supply consequences. Autocratic leaders pressure their subordinates to 
do what looks suitable to them no matter having no value to the boom of the 
company. This sort of leadership could be very commonplace in small organizations 
because the proprietor makes choices and the others observe. Autocratic leadership 
does now not assist any kind of consulting of vision sharing. When this sort of 
leadership style is practiced in an enterprise, there is a substantially excessive stage of 
worker turnover as maximum of them won't be at ease being reprimanded. In case 
they do no longer follow the given instructions, they're punished and infrequently are 
they rewarded for a hit final touch of duties. Such leadership leaves little space for 
flexibility and lodging to change. Autocratic leadership is specially utilized by 
leadership to make certain that the employees and the leadership are at the identical 
web page. This allows the leadership to have full manage of the employer without any 
resistance.  
Authoritarian leadership does now not wait on specific evaluations even if faces with 
a crisis. The chief makes a decision on the way ahead whether or not it’s the best or 
now not it must be implemented. Normally, it emphasizes manage and obedience.(Lee 
et al, 2013). It's far particularly advisable that small enterprise proprietors provide the 
subordinates a little energy and authority to help in jogging the commercial enterprise. 
That is because delegation allows get distinct points of view and this is very healthy is 
organizational overall performance. Sometimes a few choices are too minor and do no 
longer need a manager’s opinion and the subordinates may determine. 
 
2.3 Summary and Research Gap 
Records provided concerning the effect of transformational management form 
actually shows that this approach has terrific implications for employees. Together the 
transformation of personnel desires to have direct implications for organizational 
performance (Hoxha, 2015). Substantiate this declaration via noting that 
transformational leadership is robust as it drives modifications in man or woman 
behavior which ends inside the achievement of organizational goals. As a cease quit 
end result transformational management has the capability to have a considerable 
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effect on the general overall performance of the commercial enterprise agency, 
developing the permits needed to make sure that preferred results for operations end 
result. As evidenced it actual however the one-of-a-kind authors on transformational 
leadership didn’t hyperlink transformational control fashion and organizational 
performance in the retail sector in Kenya the research will are looking for to fill inside 
the gaps. 
Transactional managers display each constructive and corrective behavior. 
Advantageous behaviour entails contingent reward, and corrective duration imbibes 
leadership with the useful resource of way of exception. Contingent praise involves 
the rationale of the artwork required to acquire rewards and the usage of incentives 
and contingent praise to exert have an impact on. It considers follower expectations 
and offers recognition at the equal time as desires are accomplished. The 
rationalization of dreams and goals and presenting of recognition as quickly as goals 
are completed should bring about human beings and agencies reaching expected 
ranges of overall performance (Bass, 2013). Lively manage via exception refers back 
to the leader setting the requirements for compliance similarly to for what constitutes 
useless performance, and might consist of punishing lovers for non-compliance with 
the ones requirements. This fashion of management implies close to tracking for 
deviances, mistakes, and errors after which taking corrective motion as rapid as 
possible when they stand up. The researcher based certainly his findings primarily 
based on the overall findings however he did no longer narrow right all the way down 
to the Kenya concept the studies will fill in the gaps. 
Laissez-faire management can be powerful in situations where in commercial 
enterprise organisation individuals are fantastically expert, stimulated and capable of 
walking on their very own. On the equal time due to the fact the conventional time 
period for this style is 'laissez-faire' and implies a completely arms-off technique, 
many leaders nevertheless remain open and to be had to organization contributors for 
session and feedback. Laissez-faire leadership isn't always best in situations wherein 
employer people lack the information or experience they want to finish 
responsibilities and make selections (Egri, 2011). Some people are not correct at 
placing their personal time limits, dealing with their very very own initiatives and 
solving problems on their private. In such conditions, obligations can go off-track and 
cut-off dates may be disregarded when organization people do not get sufficient 
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steerage or comments from leaders. This might be actual inside the agencies wherein 
employees are instead educated however not in the Kenyan retail organisation. The 
above research had moreover diagnosed conditions as to while the shape of leadership 
may be followed however those research will bridge the distance with the useful 
resource of trying out other conditions as to whilst the leadership fashion can be 
observed in the retail location within the occasion that they've any have an impact on 
employer performance. 
Autocratic leadership style which changed into later named as classical management 
is the extreme strict principle in which the chief keeps a hold near-servant courting 
with members of the group. The autocratic leader is task cantered and his/her hobby is 
to get a pleasing assignment carried out fast. Autocratic chief makes all of the 
selections and assigns duties to contributors of the group. In organizational 
environment those leaders are usually effective CEOs who hold multiple titles 
(chairman, CEO, president), get keep of excessive reimbursement, and frequently 
manage huge shareholdings to dominate groups (Muller, 2009). Those leaders are 
normally blessed with a charismatic and self-assured individual. Autocratic leaders 
use their function to pursue competitive and visionary goals and their energy via 
commercial enterprise organization manner of existence, press and media to praise 
their very own preliminary success (men, 2013).The researcher primarily based 
absolutely his findings primarily based on the overall findings but he did no longer 
slender right down to the Kenya retail idea of organizations ordinary overall 
performance the studies will fill inside the gaps. 
2.4 Conceptual Framework 
The study sought to find out the roles of all types of leadership styles as listed below 
as the independent variables and the organizational performance of the retail stores as 
the dependent variable. 
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2.4 Conceptual Framework 
Independent variable      Dependent 
variable 
 
 
 
 
 
 
 
 
 
2.5 Operationalization of Variables 
This section sought to provide a tabulation of the variables and the measure in 
relationship. The section provides independent and dependent variables, type of 
variable, operational zed attributes, the measurements in relationship and the 
hypothesised path. 
Table 2. 1 Operationalization of Variables 
Variables  Type of 
Variable 
Operationalization  Measurement  
Transformational Independent • Respect and 
recognition 
• Employee Concerns 
• Recognition  
Nominal 
Transactional  Independent  • Consultative  
• Communication and 
Explanation 
• Inclusiveness  
Nominal 
Laissez-faire Independent  • Feedbacks 
• Result Orientation 
• Rewards  
Nominal 
Autocratic Independent  • Instructions 
• Work Schedules 
• Discipline  
Ratio Scale 
Organizational 
Performance 
Dependent  • Profitability 
• Customer Retention 
• Corporate Image 
Ratio Scale 
 
Transformational  
Transactional  
Laissez-faire  
Autocratic  
Organizational Performance 
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2.6 Chapter Summary 
Chapter two has outlined various relevant theories applicable to the study, the studies 
conducted in the sectional and objective led areas, each with key four studies. In 
addition, it has provided a summary of identifiable research gaps and an illustration of 
the study concept and the operationalization of the variables with the extent of 
magnitude and the attributes of the study. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter presents the methodology used in the study. It discusses methods used to 
gather information relevant to the hypothesis, which guides this study. It discusses 
aspects such as research design, target population, sampling design and sample size, 
data collection methods and procedure of data analysis employed in the study. 
3.1 Research Design 
Research design is the overall strategy one chooses to integrate different components 
of the study. Research used descriptive research design as it is the suitable for the 
study content and subject focus. Research design has been defined as the plan model 
with in depth content (the time, expenditure or budget, the means of data 
management, analysis) layout on how the research was conducted and output 
expectation (Kothari, 2004). 
 
3.2 Target Population 
According to Kombo & Tramp (2009), Target population is the group of individuals 
from which samples are drawn during a research. In this research, the target 
population was not to be the entire population of employees of the retail company, but 
the predefined set of potential respondents; both males and females; across all 
departments including management. The staffs working at Uchumi Retailers is 
categorized into Finance, Administration& Human Resources, Customer Service, 
Supplies and Business Development. 
Table 3. 1Target Population 
Respondents Frequency Percentage 
Finance 7 7% 
Administration & Human Resources 6 6% 
Customer Care 13 13% 
Supplies 42 42% 
Business Development 33 32% 
Total 101 100% 
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3.3 Sample and Sampling Technique 
A stratified random sampling technique was adopted to ensure all categories are 
equitably represented in the sample. Respondents were chosen at random from the 
strata. The technique is appropriate because it allows the researcher to divide the 
population and reach the required size that provides reliable detailed information. 
Kothari,(2012) notes that when comparing stratified random technique with other 
techniques, it is appropriate as it allow examining of variance within and among the 
possible stratifications.(Mugenda, 2014) Notes that stratified random sampling 
ensures inclusion in the sample sub-group that would be committed entirely by other 
sampling method because of their small number in the population. 
Table 3.2 Sample Size  
Respondents Sample size  Percentage 
Finance 4 7% 
Administration & Human Resources 3 6% 
Customer Care 7 13% 
Supplies 22 42% 
Business Development 15 32% 
Total 51 100% 
 
3.4 Instruments 
Instruments applied in collecting data are essential as they facilitate the pooling of 
required data for use. It used a questionnaire as a data collection instrument in the area 
of study distributed to respective target sample of respondents. The questionnaire is 
essential in capturing the study magnitude in closed and open-ended questions for 
filling by the respondents.  
 
3.5 Pilot Study 
Piloting is done to test the validity and reliability of the instruments. Validity 
demonstrated how much the instrument measures develop under scrutiny (Mugenda, 
2014). In this examination, reliability was achieved by pre-testing the questionnaire 
with a choice from non-respondent. The results of the pilot study were not 
incorporated into the findings. Harper, (2012) contends that for a survey to deliver 
valuable outcomes, it must have legitimacy and unwavering quality. The pilot test 
sample population should be 10% of the target population. The questionnaires were 
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pre- tested on five respondents. These respondents were not included in the final 
study. The questionnaires were then corrected before the final distribution is done. 
3.5.1 Validity 
Trochim(2008) defines validity as a result of the degree to that a check lives what it's 
purported to measure. Its miles uncommon, if nearly unfeasible, that questioner tool 
be 100% valid, therefore validity is usually measured in tears. As a fashion, validation 
includes assembling and analysing facts to assess the accuracy of an instrument. To 
verify validity, the questionnaires were confirmed by the supervisor. The validating 
tests were on right construction of form and therefore the contents of the questions.  
3.5.2 Reliability Test 
Piloting is done to test the validity and reliability of the instruments. Validity 
demonstrated how much the instrument measures develop under scrutiny 
(Mugenda&Mugenda2011). To increase the reliability of the data to be collected the 
researcher will employee test-retest technique in which the instrument of research 
were administered twice to the same subjects. The pilot test of the instrument will 
then do on one of the subjects to ensure that the desired data or results were obtained. 
3.6 Data Collection Procedures 
Data collection is basically gathering information relevant to the research. The 
researcher distributed the questionnaire to the Uchumi Retailers staff; the researcher 
administered the research instruments individually to the staff upon authority. While 
exercising care and control to ensure all questionnaires were issued to the respondents 
are received, the researcher maintained a register of questionnaires. The respondents 
who needed communication assistance were provided with such upon their request. 
The distribution was done in all Nairobi County chain branches of Uchumi Retailers 
and collected after five (5) working days.  
3.7 Data Analysis and Presentation 
According to Kothari, (2012) data analysis procedure includes the process of 
packaging the collected information putting in order and structuring its main 
components in a way that findings can be easily and effectively communicated. After 
the fieldwork, before analysis, all questionnaires were adequately checked for 
reliability and verification. Editing, coding and tabulation were carried out. The data 
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collected was analysed using simple qualitative and quantitative methods and was 
presented using tables, figures and charts. 
3.8 Ethical Considerations 
To maintain excessive standards of ethics, the researcher maintained a excessive stage 
of confidentiality. Personalized facts like call that might have identified character 
respondents turned into no longer protected within the questionnaires. The researcher 
obtained permission from the college via the Dean`s office. So that you can be 
compliant with the government`s coverage on research, permission become acquired 
from the countrywide fee for technological know-how, generation and Innovation. 
This licensing or permission became to guarantee the respondents that the studies 
became in simple terms for educational cause. The researcher also obtained consent 
from the respondents and assured them that their responses had been not shared 
among their peers both. The researcher also maintained high moral standards via 
making sure that information used within the look at turned into merely obtained from 
the targeted respondents. 
3.8.1  Informed Consent 
A letter of introduction accompanied the questionnaires, authorization letter from the 
University and a letter from Uchumi Retailers was availed alongside the 
questionnaire. This created confidence to respondents to provide relevant data 
required in the questionnaire. 
 
3.8.2  Voluntary Participation 
Adequate questionnaires were presented to the respondents for filling. Questionnaires 
were filled as indicated on the letter of introduction although the employees were not 
compelled to do so. 
 
3.8.3  Confidentiality 
Questionnaires collected from the respondents were treated with lot of confidentiality 
and the researcher presented a strong character of confidence while distributing and 
collecting the questionnaires from the respondents of Uchumi retail. 
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3.8.4  Privacy 
The respondents were assured the questionnaire presented was for academic purposes 
and are not required to reveal their identity. The researcher will ensure all data 
collected is under a strong locker safe and security lock for the coded data. 
 
3.8.5  Anonymity 
Respondents working in sensitive areas were assured of their privacy and researcher 
will ensure all the same is on anonymous basis. This enabled in gathering sufficient 
data and appropriate data for use in the analysis of this study. 
3.9 Chapter Summary 
Chapter three outlines the research design, the targeted population, and the instrument 
of data collection to be used. It has provided the sampling technique and size to be 
observed in the data collection. In addition, it has provided the collection and analysis 
of data methods and ethical, reliability and pilot test procedures to be followed. 
 
 
RESEARCH FINDINGS AND DISCUSSION
4.0 Introduction 
This chapter covers data analysis and interpretation of findings. The chapter addresses 
the general information about respondents, the findings generated from the study, 
descriptive and inferential statistics.
4.1 Presentation of Research Findings
4.1.1 Response Rate 
Table 4. 1 Response Rate
Response 
Returned Questionnaires 
Unreturned Questionnaires
Total 
The study sought to find out the response rate of the questionnaires distributed 
Uchumi Supermarkets respondents. In table 4.1, the study findings found out 88% of 
the questionnaires were returned and fully filled while 12% were not returned. This 
implies the study has sufficient data to analyse and find the outcomes to each 
respective area. 
 
4.1.2 Gender of Respondents
Figure 4.2 Genders of Respondents
The study sought out to discover the gender of the respondents who participated in the 
study. The take a look at findings indicated forty three
57% were male as indicated in 
reaction and participation on this study.
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Frequency Percentage
45 88% 
 6 12% 
51 100%
 
 
 percentages were
pie chart 4.1. This implies the gender stability in the 
 
Male
57%
Female
43%
 
 
to 
 
 women and 
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4.1.3 Age of Respondents 
Table 4.3 Age of Respondents 
Age of Respondents Frequency Percentage 
Less than 25 Years  11 0.23 
26-30 Years  19 0.43 
31-35 Years  7 0.15 
36-40 Years  5 0.10 
41-45 Years  3 0.08 
46-50 Years  1 0.03 
Above 51 Years  0 0.00 
Total  45 1.00 
Mean  5.71 
SD 5.82 
The study sought to find out the age of the respondents. The study findings in table 
4.2 indicate those less than 25 years are 23%, 26-30 Years are 43%, 31-35 Years are 
15%, 36-40 Years are 10%, 41-45 Years are 8%, 46-50 Years are 3% and Above 51 
Years are 0%. This implies the majority of Uchumi Supermarket staff are between 26-
30 Years and equally productive instrumental for organizational performance. 
 
4.1.4 Highest Academic Qualifications of Respondents 
Table 4.2 Level of Education 
Level of Education Frequency Percentage 
Secondary Certificate  10 0.23 
College Level  16 0.35 
University Level  13 0.28 
Post Graduate Level  1 0.05 
Professional Level  5 0.10 
Combined Professional and Other  0 0.00 
Total 45 1.00 
The study sought to find out the highest level of education of the respondents. The 
study findings in table 4.3 indicate 23% hold Secondary Certificate, 35% are College 
Level graduates, 28% are University Level graduates, 5% are Post Graduate Level, 
10% are Professional Level graduates and 0% have Combined Professional and Other 
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course. This implies that majority staff at Uchumi Supermarket has the required 
knowledge and education capable of improving the performance of the institution and 
delivering to the expectations of the management in place. 
 
4.1.5 Years of Service 
Table 4.3 Years of Service 
Years of Service Frequency Percentage 
Less than 1 Year 16 0.35 
2-5 Years 18 0.40 
6-10 Years 7 0.15 
11-15 Years  3 0.08 
Above 16 Years  1 0.03 
Total 45 1.00 
The study sought out to find the work experience level of the respondents. The study 
findings in table 4.4 indicate that 35% have served Less than 1 Year, 40% have served 
for 2-5 Years, and 15% have served for 6-10 Years, 8% have served for 11-15 Years 
and 3% have served above 16 Years. This implies that majority of the staff at Uchumi 
Supermarket are new with limited institutional memory however, have the recent 
adaptive organizational conduct and structures in place.  
 
4.1.6 Transformational Leadership 
4.1.6.1 Idealized Influence (II) 
Table 4.4  Idealized Influence in Transformation Leadership 
Idealized Influence (II) 
Strongly 
Disagree 
(%) 
 
Disagr
ee (%) 
Neutr
al (%) 
Agre
e 
(%) 
Strongly 
Agree 
(%) 
My supervisor makes others 
feel good to be around him / 
her 3 30 25 23 20 
I have complete faith in my 
supervisor 3 33 30 23 13 
I am  proud to be associated 
with my supervisor 3 33 40 10 15 
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The study sought to find out how idealized influence of transformational leadership 
affects organizational performance. The study findings in table 4.5 indicate 30% 
disagreed that their supervisor makes others feel good to be around them, 13% 
strongly agreed that they have complete faith in their supervisor and 40% neutral are 
proud to be associated with their supervisor. This implies that Uchumi Supermarket, 
majority of the respondents have minimal contact and limited engagements with their 
leaders. 
 
4.1.6.2 Inspirational Motivation (IM) 
Table 4.5 Inspirational Motivation in Transformation Leadership 
Statement 
Strongly 
Disagree 
(%) 
 
Disag
ree 
(%) 
Neut
ral 
(%) 
Agr
ee 
(%) 
Strongly 
Agree 
(%) 
My supervisor expresses in a few 
simple words what we could and 
should do 0 20 28 23 30 
My supervisor provides appealing 
images about what we can do 0 23 25 43 10 
My supervisor helps me find 
meaning in my work 3 28 13 45 13 
The study sought to find out how inspirational motivation in transformational 
leadership affects organizational performance. The study findings in table 4.6 indicate 
30% strongly agree that their supervisor expresses in a few simple words what we 
could and should do, 43% agree that their supervisor provides appealing images about 
what they can do and 13% agree that their supervisor helps them find meaning in my 
work. This implies that there is inspirational motivation at Uchumi Supermarket. 
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4.1.6.3 Intellectual Simulation (IS) 
Table 4.6 Intellectual Simulation in Transformation Leadership 
Intellectual Simulation (IS) 
Strongly 
Disagree  
 
Disa
gree 
Neu
tral  
Ag
ree  
Strongl
y Agree  
My supervisor enables others to think 
about old problems in new ways 5 15 30 28 23 
My supervisor provides others with new 
ways of looking at puzzling things. 5 10 43 40 3 
My supervisor gets others to rethink ideas 
that they had never questioned before 5 23 25 45 3 
 
The study sought to find out how highbrow simulation in transformational 
management impacts organizational overall performance. Look at findings in table  
4.7 imply 23% strongly agree that their manager enables others to consider antique 
troubles in new approaches, forty three percentage are impartial that their supervisor 
offers others with new approaches of looking at difficult things and 45% agree that 
their manager gets others to reconsider ideas that they had by no means puzzled 
earlier than. This means that there’s experience of intellectual simulation and allowing 
at Uchumi grocery store through the leadership in area and their workforce. 
4.1.6.4 Individual Consideration (IC) 
Table 4.7  Individual Consideration in Transformation Leadership 
Individual Consideration (IC) 
Strongly 
Disagree  
 
Disa
gree  
Neu
tral  
Ag
ree  
Strongly 
Agree  
My supervisor  helps others develop 
themselves 3 30 33 18 18 
My supervisor lets others know how he 
/she thinks we are doing 3 25 43 8 23 
My supervisor gives personal attention 
to others who seem rejected. 3 33 23 20 23 
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The study sought to find out how individual consideration in transformational 
leadership affects organizational performance. The study findings in table 4.8 indicate 
33% were neutral that their supervisor helps others develop themselves, 23% strongly 
agreed that the supervisor lets others know how s/he thinks we are doing and 20% 
agreed that their supervisor gives personal attention to others who seem rejected. This 
implies that in average of the staff at Uchumi Supermarket are recognized for their 
effort they make towards the performance of the institution. 
 
4.1.7 Transactional Leadership 
4.1.7.1 Contingent Reward (CR) 
Table 4.8 Contingent Reward in Transactional Leadership 
Contingent Reward (CR) 
Strongly 
Disagree  
 
Disa
gree  
Neu
tral  
Ag
ree  
Strongl
y Agree  
My supervisor tells others what to do if 
they want to be rewarded for their work 0 20 48 18 15 
My supervisor provides 
recognition/rewards when others reach 
their goals. 0 33 20 30 18 
My supervisor calls attention to what 
others can get for what they accomplish 0 20 48 20 13 
 
The study sought to find out how contingent reward in transactional leadership affects 
organizational performance. The take a look at findings in forty eight percent are 
neutral that their supervisor tells others what to do if they need to be rewarded for 
their work, 30% agree that their manager presents popularity/rewards while others 
reach their dreams and thirteen% agree that supervisor calls interest to what others 
can get for what they accomplish. This implies that at Uchumi supermarket, the staffs 
are rewarded for their deeds. 
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4.1.7.2 Management by Exception (MBE) 
Table 4.9  Management by Execution in Transactional Leadership 
Management by exception 
(MBE) 
Strongly 
Disagree 
(%) 
 
Disag
ree 
(%) 
Neut
ral 
(%) 
Agre
e 
(%) 
Strongly 
Agree 
(%) 
My supervisor is always satisfied 
when others meet agreed-upon 
standards 3 13 20 38 28 
As long as things are working, my 
supervisor do not try to change 
anything 3 33 15 35 15 
My supervisor tells us the 
standards we have to know to carry 
out our work 3 20 25 15 38 
 
The study sought to find out how management by execution in transactional 
leadership affects organizational performance. The study findings indicate 38% agree 
that their supervisor is always satisfied when others meet agreed-upon standards, 33% 
disagree that as long as things are working, the supervisor does not try to change 
anything, 38% strongly agree that their supervisor tells them the standards they have 
to know to carry out our work. This implies that there is management by execution at 
Uchumi Supermarkets. 
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4.1.8 Authoritative Leadership 
Table 4.10  Authoritative Leadership 
Statement 
Stron
gly 
Disag
ree  
 
Dis
ag
ree  
Ne
ut
ra
l  
A
g
re
e  
Stro
ngly 
Agre
e  
My supervisor believes employees need to be 
supervised closely they are not likely to do their 
work. 0 13 33 
1
3 43 
As a rule, my supervisor believes that employees 
must be given rewards or punishments in order to 
motivate them to achieve organizational objectives. 3 18 28 
4
0 13 
I feel insecure about my work and need direction. 5 10 20 
1
3 53 
My supervisor is the chief judge of the achievements 
of employees. 0 5 8 
4
8 40 
My supervisor gives orders and clarifies procedures 0 3 33 
1
0 55 
My supervisor believes that most employees in the 
general population are lazy 3 13 5 
3
5 45 
 
The researcher sought to find out the impact of authoritative management on 
organizational fashionable overall performance at Uchumi Supermarkets. In table 
4.11, majority of the respondents strongly agreed that their manager believes 
employees want to be supervised carefully they're not probably to do their paintings 
via forty three percent. Forty percent agreed that maximum probably, my manager 
believes that employees need to gain rewards or punishments so that you can 
encourage them to advantage organizational desires. 53% strongly agreed that they 
revel in insecure about their artwork and want direction. 48 percent agreed that their 
manager is the chief determine of the achievements of personnel. 55% strongly agreed 
that their manager gives orders and clarifies techniques. At 45%, respondents strongly 
agreed that their manager believes that maximum employees within the preferred 
populace are lazy. 
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4.1.9 Laissez Faire Leadership 
Table 4.11 Laissez Faire Leadership 
Statement 
Strongly 
Disagree  
 
Disa
gree  
Ne
utr
al  
Ag
re
e  
Strongl
y 
Agree  
.In complex situations my supervisor allows 
me to work my problems out on my own 
way 5 35 13 35 13 
My supervisor stays out of the way as I do 
my work 8 8 33 35 18 
As a rule, my supervisor allows me to 
appraise my own work. 25 48 10 10 8 
My supervisor gives me complete freedom 
to solve problems on my own. 25 35 28 5 8 
In most situations I prefer little input from 
my supervisor. 3 10 35 38 15 
In general my supervisor feels it’s best to 
leave subordinates alone. 3 40 18 20 20 
 
The study sought to find out how laissez faire leadership impacts organizational 
performance. The observe findings in table 4.12 imply 35% disagree that during 
complex situations their supervisor lets in them to paintings their issues out on their 
very own way, 35% agree that their manager remains out of the manner as they do 
their work, forty eight% disagree that by and large; their supervisor lets in them to 
appraise their very own paintings, 25% agree that their supervisor offers them 
complete freedom to remedy troubles on their very own, 15% strongly agree that 
during most conditions they opt for little input from their supervisor and eventually 
forty% disagree that during widespread their supervisor feels it’s first-class to depart 
subordinates by myself. This means that there is confined impact of laissez faire 
management on organizational overall performance. 
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4.1.10 Employee Performance 
Table 4.12  Employee Performance 
Quality of your performance and productivity 1 2 3 4 5 
How do you rate quality of your performance? 
3
% 
8
% 
10
% 
3
% 
78
% 
How do you rate your productivity on the job 
0
% 
3
% 
30
% 
58
% 
10
% 
Individual’s quality of performance and productivity 
compared with other’s doing similar jobs 
5
% 
3
% 
38
% 
35
% 
20
% 
 
The study sought to find out the employee performance input on organizational 
performance. The findings in table 4.13 indicate 78% with very high quality 
performance, 58% with high productivity, and 38% with medium quality of 
performance by their staff colleagues. This implies that employees at Uchumi have 
individual high performance input to their work assignments. 
4.1.11 Organizational Performance 
Table 4.13 Organizational Performance 
Organizational Performance 
Strongly 
Disagree 
(%) 
 
Disag
ree 
(%) 
Neut
ral 
(%) 
Agr
ee 
(%) 
Strongly 
Agree 
(%) 
Good leadership style increases the 
Customer Service Delivery 0% 8% 33% 18% 43% 
Good leadership style increases the 
Customer retention 0% 3% 45% 10% 43% 
Proper leadership contribute to 
effective organizational cultural 
growth 0% 5% 13% 63% 20% 
Selective Leadership appointments 
contribute to high organizational 
performance 0% 3% 45% 38% 15% 
Actions of leaders lead to improved 
employee delivery 0% 5% 73% 20% 3% 
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This study sought to determine what influences organizational performance at 
Uchumi Supermarket. The study findings indicated respondents strongly agreed that 
at 43% good leadership style increases the Customer Service Delivery, neutral at 45% 
that good leadership style increases the Customer retention, agreed at 63% that Proper 
leadership contribute to effective organizational cultural growth, disagreed at 45% 
that Selective Leadership appointments contribute to high organizational performance 
and finally neutral at 73% that Actions of leaders lead to improved employee delivery 
as indicated in table 4.14. 
4.2 Limitations of Study 
4.2.1 Bureaucracy   
Organizations have various procedures that are outlined publicly to govern movement 
of people to the organization and from the organization. However some procedures 
are usually too tedious to the dislike of visitors/researchers. This was characterized by 
long procedures and regulations that were expected to be followed. Despite such 
challenges, the researcher was adequately prepared to abide by all the regulations so 
that a successful research study could be carried out. 
 
4.2.2 Inaccessibility to the Company 
The researcher had initially been denied access based on the restrictive policies 
against external researchers and especially private research studies. This was due to 
the recorded history of exploring and exposing inefficiencies in various organizations. 
However, the researcher overcame this challenge by using an introduction letter from 
Management University of Africa which showed the purpose of this study so that 
gaining accessibility could be achieved. 
 
4.2.3 Lack of Cooperation 
The researcher still experienced challenges on lack of cooperation. Some of the staff 
within this organization had reluctantly declined to participate in this research in 
pretence of not very genuine reasons. As a result, quite a number of respondents 
would have failed to provide the data. However, to counter this challenge, the 
researcher had to assure the respondents that this study was only covering the 
academic goals.   
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4.3 Chapter Summary 
This chapter was about data analysis. The chapter first introduces information about 
information from the respondents in terms, gender of Respondents, Years of work 
experience of respondents and Education Level of Respondents. The chapter was 
further categorized in to quantitative analysis that revolved around discussing the 
objectives of the study. The chapter also addressed the limitations of the study. 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
5.0 Introduction 
This chapter presented a summary on findings, conclusion and recommendations. 
This was based on the role of leadership styles on organizational performance within 
retail stores in Kenya on a case study Uchumi Supermarkets.  
5.1 Summary of Findings 
5.1.1 How does transformational leadership style affect organizational 
performance at Uchumi retailers? 
The take a look at findings recommended a number of the respondents disagreed that 
their manager makes others revel in proper to be round them, a handful strongly 
agreed that they have got entire religion of their supervisor and maximum of the 
independent are proud to be associated with their supervisor. Which means that 
Uchumi grocery save, majority of the respondents has minimal touch and restrained 
engagements with their leaders. 
A few respondents strongly agree that their supervisor expresses in some clean terms 
what we might also want to and want to do, majority of the respondents agree that 
their manager affords appealing pictures about what they might do and only a few of 
the respondents agree that their manager allows them find out that means in my 
paintings. This means there can be inspirational motivation at Uchumi outlet. 
A number of the respondents strongly agree that their manager permits others to 
mirror on attention on antique issues in new strategies, maximum of the respondents 
are impartial that their supervisor gives others with new techniques of searching at 
difficult matters and forty five% agree that their supervisor receives others to 
reconsider thoughts that they had in no manner burdened earlier than. This means that 
there’s feel of highbrow simulation and enabling at Uchumi supermarket by using the 
management in location and their staff. This implies that during common of the group 
of workers at Uchumi grocery store are identified for their effort they make closer to 
the overall performance of the group. 
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5.1.2To what extent does transactional leadership style affect organizational 
performance at Uchumi retailers?  
The research findings indicated majority of the respondent are impartial that their 
manager tells others what to do in the event that they need to be rewarded for their 
artwork, whilst a number of them agree that their supervisor offers popularity/rewards 
whilst others acquire their goals and many of the respondents agree that supervisor 
calls hobby to what others can get for what they accomplish. Because of this at 
Uchumi grocery keep, the staffs are rewarded for their deeds. They take a look at 
findings indicate most of the respondents agree that their manager is constantly happy 
whilst others meet agreed-upon requirements, whilst some disagree that so long as 
things are running, the supervisor does not try to change something, and only some of 
the respondents strongly agree that their manager tells them the necessities they want 
to recognize to carry out our paintings. This means that there may be management by 
the usage of execution at Uchumi Supermarkets. 
5.1.3 What are the effects of laissez-faire style of leadership on the performance 
of Uchumi Retailers? 
The study findings imply most of the respondents disagree that during complicated 
situations their supervisor lets in them to paintings their issues out on their personal 
manner, observed with the aid of the ones respondents that agree that their supervisor 
stays out of the manner as they do their paintings, most of the respondents disagree 
that traditionally; their manager allows them to appraise their very own paintings, a 
number of the respondents agree that their manager gives them whole freedom to 
clear up troubles on their personal, even as others  strongly agree that in most 
conditions they choose little enter from their supervisor and finally only some of the 
respondents disagree that during fashionable their manager feels it’s high-quality to 
depart subordinates by myself. This implies that there is limited have an effect on of 
laissez faire management on organizational performance. 
5.1.4 How does autocratic leadership style affect the performance of Uchumi 
retailers’ employees’? 
Majority of the respondents strongly agreed that their supervisor believes employees 
want to be supervised cautiously they may be now not probably to do their artwork , 
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discovered by those respondents that agreed that most customarily, my manager 
believes that employees have to receive rewards or punishments on the way to inspire 
them to achieve organizational desires. Majority of the respondents strongly agreed 
that they revel in insecure approximately their paintings and want route. On the equal 
time as most of them agreed that their supervisor is the chief pick of the achievements 
of employees. On the same time as the others strongly agreed that their supervisor 
offers orders and clarifies methods. Respondents strongly agreed that their supervisor 
believes that maximum employees inner the trendy populace are lazy. 
5.3 Conclusions 
There’s fair gender balance at Uchumi Supermarkets and with majority of the 
respondents is elderly among 26-30 years it’s a demonstration of high productivity 
fees. This is supported with maximum respondents having college and university 
qualifications. In addition, the revel in of team of workers at Uchumi is entry 
implying they're adaptable to changes in leadership patterns and in constructing 
organizational lifestyle. 
From the findings it become concluded, transformational leadership is restricted at 
Uchumi grocery store implying stagnation and stalled procedures in phrases of service 
shipping. In addition, the observe findings suggest idealized impact, inspirational 
motivation and highbrow simulation and man or woman consideration are restricted at 
Uchumi Supermarkets. This obstacle of transformational leadership implies the 
sluggish tempo of organizational overall performance of Uchumi Supermarkets. 
Transactional leadership style is not unusual at Uchumi with presence of excessive 
results at the contingent reward and control through motivation. It in addition implies 
that personnel at Uchumi grocery store are guided via motivation in turning in than 
certainly handing over.  
Authoritative leadership is commonplace at Uchumi Supermarkets to some extent. 
From the findings, the respondents indicated minimal close contact with their 
supervisors as compared to transformational leadership wherein body of workers 
would be intently in contact with their Supervisors. Laissez Faire leadership at 
Uchumi supermarket is significantly in confined levels. From the findings, the staffs 
are less delegated paintings by their supervisors and it implies decision making 
method is not participative to a large volume. Employee performance at Uchumi is 
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averaged as excessive. This implies most employees are dedicated to their duties. 
Organizational performance at Uchumi is common now not to the expectation being 
inside the carrier enterprise. That is collective with lack of proper leadership and 
restricted employee participation in selection making, transformation as it's far 
indicated inside the findings. 
In conclusion, there may be restrained transformational and laissez faire leadership 
patterns at Uchumi however a huge presence of practice of transactional and 
authoritative leadership styles. The worker overall performance and productiveness 
need to be in tandem with the organizational performance. However, this is speak at 
Uchumi Supermarkets. 
Organizational performance is stricken by all sports which can be undertaken inside 
the organization together with the subculture in location. But, with this observe, the 
subsequent conclusions had been drawn from the findings. This take a look at 
concludes that there may be restrained position of transformational leadership on the 
performance of Uchumi supermarket. There substantial position of transactional 
leadership style at the overall performance of Uchumi supermarket. There may be 
confined function of laissez-faire leadership fashion at the overall performance of 
Uchumi Supermarkets. There's a position of autocratic leadership style on the 
performance of Uchumi supermarket. 
 
5.4. Recommendations 
Uchumi Supermarket is required to adapt to a democratic model in supervisorial 
levels. There is needed equitable gender balance in supervisor level positions 
appointed. Employees working for Uchumi Supermarket require freedom in their 
actions. Institutions are modelled by the amount of employee participation and 
decision contribution. Laissez-faire and transformational leadership styles are 
recommended to Uchumi Supermarket to adopt. This will help in improving the 
organizational performance. In addition, supervisors training colleagues and staff into 
leaders and making decisions never less make them lose power as it was assumed in 
authoritative and transactional model.  
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Transformation is a necessity in development and growth of institutions and imposes 
a strong organizational culture in an institution. Uchumi Supermarket being in the 
service industry, reputation and mode of leadership will determine the competitive 
advantage the institution will have over others. Poor institutions with poorly imposed 
leadership styles present low organizational performance being employees are part of 
customers and may provide low productivity. There is needed employee participation 
in decision making and involvement in institutional changes. Uchumi Supermarket to 
gain market lead and trust from the employees and cultivating a proper organizational 
culture there is needed to focus on properly implemented transformational in senior 
managers and laissez fairrre with middle cadre level areas. 
 
Organizational policies help in improving the performance of institutions, employees 
and culture. This study recommends Uchumi Supermarket to pay more attention to 
improving Supervisorial management and their leadership skills. This study further 
recommends clear monitoring and evaluation mechanisms to be in place to cater for 
efficiency and effectiveness of laid leadership style in application. 
 
Employee productivity enhances organizational performance thus proper adhered to 
policies will enhance the productivity. Leadership policies in place are instrumental in 
guiding performance of employees thus increasing the organizational performance. 
Uchumi Supermarket management is required to review their policies to be in 
conformity with flexible and accommodating leadership styles that steer higher 
productivity. 
 
Organizational statements are critical in guiding the performance of institutions. The 
supervisors need to also have their own visions and development plans for fans, 
running in organizations and champion crew work spirit. The supervisors need to 
have sense of innovation and also encourage fans to be trying to find extra 
possibilities and opportunities, no longer just reap overall performance inside 
expectations. Supervisors ought to recognize the values of the fans and try to build 
their departmental/ unit‘s business techniques, plans, tactics and practices as a way to 
in all likelihood to enhance the wellbeing of personnel. Admire for person is likewise 
very key in constructing a cohesive dating between leaders and personnel. 
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5.4 Suggestions for Further Study 
Researchers interested in conducting studies in this area would greatly offer input of 
how both laissez faire and transformational leadership styles and autocratic and 
transactional leadership styles have an impact on the employee performance, 
stakeholders’ relations and specifically on the overall institutional performance. This 
study has focused on all of the leadership styles. However, the manner in which the 
leadership styles would be used complimentary to meet goals and objectives of the 
institutions requires intensive focus. Organizational culture is compounded by various 
strategies, mix of leadership styles, nature of employee relations and manner of 
making decisions, thus research is required to reveal the influence of leadership styles 
on enhancing an institutional culture. 
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APPENDIX II: QUESTIONNAIRE 
 
Gender? 
a) Male [ ] 
b) Female [ ] 
 
Age bracket? 
a) Less than 25 Years [ ]  
b) 26-30 Years [ ] 
c) 31-35 Years [ ] 
d) 36-40 Years [ ] 
e) 41-45 Years [ ] 
f) 46-50 Years [ ] 
g) Above 51 Years [ ] 
 
Highest academic level 
 
a) Secondary Certificate [ ] 
b) College Level [ ] 
c) Undergraduate level [ ] 
d) Postgraduate Level [ ] 
e) Professional Level [ ] 
f) Combined Professional and Other [Specify]……………………….. 
 
2 
 
PART B: LEADERSHIP STYLE 
 
The sets of statements aim at helping you assess your feelings or perceptions of the 
leadership style of your immediate supervisor. You are requested to rate yourself 
against each statement to indicate your level of agreement with what the statement 
is suggesting, where the following ratings are: 
1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree 
Please place a tick (√) or a mark (x) in the box (cell) that represents your 
appropriate level of agreement 
TRANSFORMATIONAL LEADERSHIP 
Idealized Influence (II) 
  1 2 3 4 5 
1 
My supervisor makes others feel good to be around him / 
her           
2 I have complete faith in my supervisor           
3 I am  proud to be associated with my supervisor           
Inspirational Motivation (IM) 
  1 2 3 4 5 
1 
My supervisor expresses in a few simple words what we 
could and should do           
2 
My supervisor provides appealing images about what we 
can do           
3 My supervisor helps me find meaning in my work           
Intellectual Simulation (IS) 
  1 2 3 4 5 
1 
My supervisor enables others to think about old problems 
in new ways           
2 
My supervisor provides others with new ways of looking 
at puzzling things.           
3 
My supervisor gets others to rethink ideas that they had 
never questioned before           
Individual Consideration (IC) 
  1 2 3 4 5 
1 My supervisor  helps others develop themselves           
2 
My supervisor lets others know how he /she thinks we are 
doing           
3 
My supervisor gives personal attention to others who seem 
rejected.           
TRANSACTIONAL LEADERSHIP 
Contingent Reward (CR) 
  1 2 3 4 5 
1 
My supervisor tells others what to do if they want to be rewarded for 
their work           
2 
My supervisor provides recognition/rewards when others reach their 
goals.           
3 
My supervisor calls attention to what others can get for what they 
accomplish           
3 
 
Management by exception (MBE) 
  1 2 3 4 5 
1 
My supervisor is always satisfied when others meet agreed-upon 
standards           
2 
As long as things are working, my supervisor do not try to change 
anything           
3 
My supervisor tells us the standards we have to know to carry out our 
work           
 
AUTHORITATIVE LEADERSHIP 
    1 2 3 4 5 
1 
My supervisor believes employees need to be supervised closely they 
are not likely to do their work.           
2 
As a rule, my supervisor believes that employees must be given 
rewards or punishments in order to motivate them to achieve 
organizational objectives.           
3 I feel insecure about my work and need direction.           
4 My supervisor is the chief judge of the achievements of employees.           
5 .My supervisor gives orders and clarifies procedures           
6 
My supervisor believes that most employees in the general population 
are lazy           
LAISSEZ FAIRE LEADERSHIP 
    1 2 3 4 5 
1 
.In complex situations my supervisor allows me to work my problems 
out on my own way           
2 My supervisor stays out of the way as I do my work           
3 As a rule, my supervisor allows me to appraise my own work.           
4 
My supervisor gives me complete freedom to solve problems on my 
own.           
5 In most situations I prefer little input from my supervisor.           
6 In general my supervisor feels it’s best to leave subordinates alone.           
 
 
